Abstract
Introduction
Today, many organizations have undergone change, and any change requires a staff and managers who are adaptable and compatible. Moreover, social interaction in a worthy and fruitful manner is increasingly important for most managers and leaders as a key element in organizational changes in management. Studies have shown that success belongs to managers who can effectively and consistently relate to their human resources. In this regard, emotional intelligence (EI) is one of the components that can play an important role in the relationship between managers and the members of the organization and, according to Golman, is considered as a an indispensable condition in organization (1) . Recently, some scholars have also found that emotional intelligence is more important than an IQ for a manager and leader (2) . Today, emotional intelligence has been defined as a kind of intelligence, which includes both a detailed understanding of the individual's emotions and the exact interpretation of the emotional states of others. Emotional intelligence evaluates a person emotionally, which means how much the individual knows about their own emotions and feelings and how to control and manage them (3) . The notable point in the field of emotional intelligence is that emotional intelligence capabilities are not inherent; they can be learned (4) . In recent decades, we have witnessed scientific progress and rationalism. The basis of today's education is the logic of mental analysis, and educational programs have been set based on grammar, accountancy, analogical reasoning, instructional analysis, and the recapture of the latest information according to habit and repetition (5) . Using this method, we have tried to educate high-level managers with high intelligence. But according to recent research, at best, the intelligence score contributes about 20 percent in predicting success in life, while the other 80 percent is related to other forces. Recent research indicates that there is a kind of skill in humans that is beyond the scope of the experiments of intelligence tests, and instead, this skill relates to a kind of inner, exciting and emotional talent in humans that is called emotional intelligence (6) . Therefore, emotional intelligence in recent years has been a serious competitor of intelligence in analyzing successful relationships and activities that can play a better role in improving human relationships in management (7) . Gellman defines emotional intelligence as a skill in which its owner can control his/her morale through self-awareness, improve it through self-management, understand its effects through empathy, and behave through management of relationships in a way that can raise one's own morale and that of others (8) . Golman defines the dimensions of emotional intelligence as follows (9):
• Self-awareness: Includes features such as emotional awareness and self-confidence.
• Self-regulation: Includes self-control, reliability and innovation.
• Self-motivation: Includes enjoying progress, initiative and optimism.
• Empathy: Includes deserving traits to accompany others.
• Social skills: Includes features of effectiveness, conflict management and team capabilities. Researchers have found a direct relationship between emotional intelligence and measurable results in business. They have found, that the morale of a manager and the associated behaviors, have profound effects on profitability. Findings of various studies have shown that there is a relationship between the score of leaders in emotional intelligence tests with their performance scores in which managers had been rated (10) . Findings from research show that leaders who are more likely to have emotional abilities often have a high sense of morale. These people are skilled in group management (11) . The successful management of the organization is the result of maximizing the use of leadership features such as self-awareness and self-assessment (12) . Therefore, emotional intelligence leaders seem to be more committed to their organization, work better in the workplace, use emotions to improve decisionmaking and stimulate enthusiasm, trust and collaboration in other tasks (13, 14) . Therefore, emotional intelligence can play an effective role in increasing the capabilities associated with organizational commitment of managers and staff. In this way, the success of organizations is to hire managers who can strengthen the commitment of staff, therefore, emotional intelligence can be a prerequisite for successful management, and help managers to effectively deal with emotions and feelings of others and recognize the needs of individuals and effectively challenge them. Considering the increasing tendencies and attention to human relationships in organizations, and the fact that emotional intelligence has an impact on management in organizations, and since this research has not yet been done on the managers of Mashhad University of Medical Sciences, the necessity of carrying out this research was felt.
Material and Methods

Design and setting
The present study is a correlational and applied study that was conducted in a cross-sectional method at Mashhad University of Medical Sciences from January 2017 to May 2017. The research population in this research was all the managers of the basic and middle levels working in the headquarters' (educational, health, research, support, student, cultural and food-medicine assistants) departments of Mashhad University of Medical Sciences, which according to the latest statistics provided by the deputy university support, are 102 people (January 2017). Since the target population and the sampling population (sample size of the research) in the current research are the same, the information was gathered in as census, by referring to the mentioned units and by presenting a letter from the research deputy of the university.
Ethics
This study is approved by the Research Council and the Ethics Committee of Mashhad University of Medical Sciences (Ethics code = 940440) and the participation in this study was voluntary. The study objectives were described to the managers, who were asked if they wished to participate in the study.
Instrument and data collection
A standard Sharing questionnaire containing 33 questions was used to measure the level of emotional intelligence. The main version of the Emotional Intelligence Questionnaire consists of 70 questions that assess several aspects of emotional intelligence (self-awareness, self-regulation, motivation, empathy, and social skills in the workplace), which after normalization in Iran, a number of test questions for various reasons, such as lacking the necessary specifications and the length of the question with non-alignment to Iranian culture, have been eliminated. As a result, the normalized test has 33 questions. This test measures 5 components of emotional intelligence. These components include self-awareness, self-control, self-motivation, social consciousness, and social skills. The emotional intelligence of managers for self-awareness component through 8 questions, self-management 7 questions, self-esteem 7 questions, social awareness 6 questions, and relationship management component are also measured using 5 questions. Each question based on a 5-point Likert scale, has been scored from 1 to 5 (minimum score is 33 and maximum score is 165). In this research, the validity of the questionnaire has been approved by 7 professors and experts from the fields of health education, medical education, social medicine, and psychiatry. Mansouri, in his master's thesis has received the internal correlation of this scale through Cronbach's alpha equal to 0.85, which shows the desirability of the test (15) . Keramati and Allahiyari, in their survey, have obtained the reliability of the questionnaire equal to 0.83 (16) . Each subject receives 6 separate points after answering this test, of which 5 points are related for each of the components and one point for the total score (Table 1) . Standard forms of evaluation of the annual performance of the Ministry of Health were communicated from the Ministry of Health, and were used in order to measure the performance of managers. These forms evaluated managers from two dimensions: Public indicators and Specific indicators. The total score at each assessment level is 100, with 40 points for specific indicators (minimum 0 and maximum 40 points), and 60 points for general indicators (minimum 0 and maximum 60 points). Specific indicators are the main criterion for assessing the performance of managers in their missions, programs and job descriptions, which are governed by law and regulations as the basis for evaluating their performance. Indicators of evaluation are prepared based on the operational plan and the description of the tasks of the managers. Specific Indicators forms include columns as follows: Job Description, Evaluation Indicators, Measurement Unit, Expected Quantitative Objectives, Exit Limit, Performance, Bid Score and Performance Analysis. The score of each indicator is determined by the following formula: The bid score is equal to: expected quantitative target / performance × limit of the score. General indicators are common criteria for staff performance evaluation, which provides a framework for facilitating the fulfillment of their specific functions. The general indicators of managers and staff were prepared by the deputy of management development and president human capital, and communicated to the systems. These indicators are common to all operating systems. The public indicators have been designed and communicated in the following five areas for the three groups evaluated (middle managers, basic managers, staff): Innovation and creativity: 20 points (this axis consists of 2 distinct sections, each with 10 points), training: 20 points and customer satisfaction: 20 points (18) . The method of conducting the research was by gaining approval of the plan from the Deputy of Research of the university with the receipt of the letter referring to the centers, (headquarters of Mashhad University of Medical Sciences). Following approval, to obtain cooperation from research units to complete the questionnaires, we expressed the objectives of the plan and mentioned that the information of managers was extracted in general, and that including personal information was not mandatory. On the other hand, the evaluation information of the university headquarters administrators was received from the University Support Assistant Evaluation Unit in general without mentioning the participants' names. 
Results
Of a total of 102 managers employed at the headquarters of Mashhad University of Medical Sciences, 100 people cooperated in completing questionnaires, and 2 of them did not complete the questionnaire due to participation in different sessions and administrative missions (participation rate: 98.03%). Of the 100 people, 32% of the managers were in the department for support, 17% in the treatment department, 5% in the Food and Drug department, 14% in the department of education, 7% in the student-cultural department, 6% in the research department and 19% in the health ministry department. Furthermore, 86% were married and 43% had a master's degree and 37% were general physicians. Their average age was 41.76±5.724 years and the average work experience was 16.87±6.119 years.
According to the results of Kolmogrov-Smirnov test, because the values of significance level for both emotional intelligence and performance of managers was less than the significance level (α=0.05), both factors have an abnormal distribution, and nonparametric tests were used to test the hypotheses. In Table 2 , descriptive findings such as mean, standard deviation, minimum and maximum score of emotional intelligence and number of subjects have been presented. As you can see, among the components of emotional intelligence, self-awareness is the highest mean and social skills have allocated the lowest mean. Also, in Table 2 , the mean and standard deviation of organizational performance and its components in the managers have been presented, as it is seen that the average score of managers in the specific indicators (out of 40) is higher than the general indicators (out of a total of 60). Table 3 describes descriptive statistics including mean and standard deviation of emotional intelligence variables and performance of managers by gender. As you can see, the mean of the two variables is different in both sexes.
Men with a mean score of 114 in terms of emotional intelligence were in a better position than women (mean score of 111). This difference was not significant in organizational performance. To answer the question: Is the observed difference statistically significant or not? The Mann-Whitney test was used. As it is seen, men are in a better position than women in terms of emotional intelligence and organizational performance. And the difference in the scores is meaningful in both sexes (p=0.000). Spearman's test results showed that there is a significant and inverse relationship between emotional intelligence and organizational performance at the significant level (0.05). So, organizational performance of managers is decreased with increasing emotional intelligence (r= -0.214, p=0.032). In Table 4 , the correlation of independent variables (emotional intelligence) with demographic variables (place of service, work experience, sex, age of managers, marriage, education and leisure time of managers) has been presented. As it is seen, there was no significant relationship between emotional intelligence and demographic variables at significant level (0.05). In Table 4 , the correlation between organizational performance of managers with demographic variables (place of service, work experience, sex, and age of managers, marriage, education and leisure time of managers) has been presented. As it is seen, there is not a significant relationship between organizational performance and demographic variables (p>0.05). 
Discussion
Considering that the topic of emotional intelligence is relatively new and has been taken into consideration in recent years, similar studies have not been found to suggest an assessment of emotional intelligence and the performance of managers of organizations. Moreover, most studies have been carried out on the staff of the organizations and little research and evaluation has been carried out on organizational managers. The results of this study showed that among the components of emotional intelligence, the self-awareness component has the highest average and the social skill component has the lowest average in managers of Mashhad University of Medical Sciences. According to Golman, the component of (Self-awareness of your emotions) is the main axis of emotional intelligence (8) . One of the most important features of people with this ability is the greater skill in controlling and directing the events of life. The ability to control and regulate their emotions and their feelings, according to research of Siiruchi et al., has a reverse relationship with depression, despair, and disappointment, and these people respond with more optimism and more hopeful thoughts to stressful and unpleasant events (18) . On this result, it can be analyzed in such a way that staff can improve the performance of themselves and their colleagues if they can raise their self-awareness and obtain a proper understanding of the reality of their existence and gain access to their deeper capacities. Methods such as effective listening, stress management and time management, and effective collaboration with people with different cultures and backgrounds are self-awareness indicators. Self-awareness helps people to become aware of their strengths and weaknesses. This form of self-awareness contributes to the effectiveness of management in various ways (8) . The next component is social skill means control of emotions in appropriate ways that comes after self-awareness. This component is vital for the establishment and maintenance of effective relationships with others, and is closely related to the intrinsic aspects of leadership and interpersonal relationships. Some studies have shown that people with social skills know exactly what speech and actions affect others. An example of social skills is empathy. Empathy means the ability to enter others' feelings or the ability to understand the feelings of staff in the process of intelligent decision making by an individual or group (19) . Considering the low average score of social skill in the middle and basic managers of Mashhad University of Medical Sciences, it can be concluded that these managers are weak in understanding the feelings of their subordinate staff and in establishing proper communication with them. In turn, they can be effective in reducing productivity. Self-regulatory is another component of emotional intelligence. Effective people in this area can avoid negative emotions such as hopelessness or anxiety and irritability. These people encounter fewer problems in life, and if a problem arises, they can return from a troublesome and uncomfortable situation to desirable conditions quickly. This component was moderately high in managers of Mashhad University of Medical Sciences. The results of this study also showed that the average score of organizational performance of managers in specific indicators (manager's description of tasks) is more than general indicators (initiative and creativity, education and customer satisfaction). Perhaps it can be deduced that due to lack of social skills in managers, they prefer only to do their job assignments in a valuable way without proper communication with their colleagues, the masters and their subordinate staff, and in this way, to attract the personal satisfaction and support of upstream managers. The results of various researches show that self-awareness and selfregulation skills are related to the individual domain, but social skills and empathy go back to how people interact with the community and more about the ability of individuals to maintain their relationships with others in a correct way (19) . Emotional intelligence is a skill in which its holder can control their own spirit by self-awareness, can improve it by self-regulation, can understand its effects by empathy (social skill) and can manage relationships in a way which enhances the spirit of oneself and others (19) . Totally, based on the results of the analysis of the data of this research, it can be seen that there is a positive and significant correlation between the components of emotional intelligence (social skill component) and the place of service of managers. It can be deduced that when the work environment of the managers is in accordance with their taste and spirit, and there is no problem in this regard, the level of social skills is also promoted and managers use the appropriate managerial methods (20) . Social skills training is also one of the ways to increase emotional intelligence. These trainings include programs for controlling anger and wrath, empathy, recognizing similarities and differences of people, expressing politeness and intimacy, and complicity, self-governance, communication, risk assessment, positive self-affirmation, problem-solving, and decision-making in creating goals and resistance to pressure. Therefore, these skills can be taught alongside emotional intelligence training (18, 5) . The results of various studies have shown that emotional intelligence can be used to create an enabling environment for effective communication between staff so that staff and managers can freely apply their expectations to get maximum performance and organizational productivity, and take steps in order to advance the organization's programs (21) (22) (23) (24) . On the other hand, demographic components such as their place of work and their gender can also be considered as variables that have a positive or negative effect on managers' performance when selecting managers for the organizational post. According to the research findings, it is recommended to giving knowledge and empowerment of managers in relation to emotional intelligence and its components. Considering that the spatial range of this research is Mashhad University of Medical Sciences; it is recommended that this research be done in other medical sciences universities and the results be compared with each other. Since the research method was descriptive-analytic, it is recommended that other research methods such as qualitative studies be also used and its results be compared with the present study. In this research, the information collected through the questionnaires has been considered as the correct answer and there is no information about its accuracy. Obtaining information at different times from the research units that affect the quality of their responses is of other limitations of the research. The psychological and spiritual status of the research units has influenced their responses when answering the questions of the questionnaire, which has been beyond the control of the researchers. Evaluating the level of emotional intelligence and its components in this research is limited to the research tool's score and it is considered as a kind of limitation.
Conclusions
In summary, the findings of this study showed that there is a significant negative correlation between emotional intelligence and organizational performance of managers. Since the components of emotional intelligence are acquired; it is possible to increase their communication skills by training these skills to the managers and, increasing the efficiency and performance of managers at the organization level by tailoring their job conditions. The statistical population of this research was merely the basic and middle managers of Mashhad University of Medical Sciences. Therefore, it is recommended that other managers and staff of the university be compared in future research.
